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5. Addressing Discrimination, Bullying and Harassment 
a. If an individual believes he/she has been subjected to inappropriate behaviour as defined in the 

policy, he or she is encouraged to make the disapproval and/or discomfort known to the person 
responsible for the behaviour and ask the person to stop. 

b. Alternatively individuals may seek support in resolving the situation by reporting the situation 
to the advisor or their manager. Reports must be made as soon as possible and no later than six 
(6) months after the last alleged incident. 

c. If an individual’s manager is the person engaging in alleged discrimination, bullying or harassing 
behaviour, the employee may report the behaviour to the next manager in line. 

 
6. Manager’s Role in Addressing Discrimination, Bullying and Harassment 

a. Managers who receive reports or observe incidents of discrimination, harassment or bullying, 
must notify the advisor as soon as practical and work with the advisor to address the 
inappropriate conduct. 

b. Managers who directly observe inappropriate conduct should calmly and professionally 
intervene to address the behaviour. 

c. If there is immediate risk or danger, the manager will immediately notify, as appropriate, UFV 
Security Services, police or RCMP, and anyone who may be at risk. 

 
7. Advisor’s Role in Addressing Discrimination, Bullying and Harassment 

a. The advisor will support the supervisor in addressing inappropriate conduct and determining 
the appropriate next steps. 

b. If there is immediate risk or danger, the advisor will immediately notify, as appropriate, UFV 
Security Services, police or RCMP, and anyone who may be at risk. 

c. Where required the advisor may recommend interim measures during the resolution process. 
Interim measures may change based on the circumstances or the nature of each incident and 
do not reflect the merits of the complaint. Interim options recommended by mn ( h e ) ] T 1 . 0 . 7 ( e ) ] T J 
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complainant’s or respondent’s official student file or personnel file. 
iv. When the issue is dealt with by the advisor, the manager will be advised as to whether or 

not there was successful resolution of the issue was achieved. 
v. The advisor may refer any prima facie case of discrimination, bullying or harassment to the 

formal investigation process at any time where informal resolution is not appropriate to the 
specific case or the complainant requests a formal investigation. The advisor will request 

http://www.ufv.ca/media/assets/human-rights-and-conflict-resolution/Harassment%2B%24!26%2BDiscrimination%2BComplaint%2BForm.pdf
http://www.ufv.ca/media/assets/human-rights-and-conflict-resolution/Harassment%2B%24!26%2BDiscrimination%2BComplaint%2BForm.pdf
http://www.ufv.ca/media/assets/human-rights-and-conflict-resolution/Harassment%2B%24!26%2BDiscrimination%2BComplaint%2BForm.pdf
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xii. The AVP Human 

https://myweb.ufv.ca/terminalfour/SiteManager?ctfn=publish5p941o=ii/pid5msirrr6RI/URI(htus73&lang=en&sctus30379&sp=false&act=402&ms=false&ss=false&ede=false&sp=false&spc=rene&act=402ase
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